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INTRODUCTION
In today's organizations, it is needed to employ qualified and superordinate employees who will perform well. More specifically, some skills and abilities required in sales companies in order to selling products and services to the customers effectively. These features indicate that for sales occupations it is needed to persuade customers, to communicate and listen efficiently and to have tendency behave in a helpful manner (Klang, 2012: 1-2) . In addition to these skills and abilities, some other characteristics come into prominence like personality which has a vital role separate individuals from each other. Personality considered as an enduring disposition which comprise of distinctive characteristics such as feelings, thoughts, attitudes and behaviors that leads to individuals to be unique (Waheed et al., 2017: 140) . Impulsivity examined as one of the personality trait which refers to the tendency act without thinking, like to be risk-taking and willingness to make quick decisions out of planning. However, impulsivity reflects as the biological bases of the personality which lead to recognize individual differences (Shahjehan et al., 2012 (Shahjehan et al., : 2188 . On the other hand, impulsivity considered as a crucial characteristic as it leads to maladaptive behaviors like aggression, violence, sabotage and also causes some health problems such as depression, personality and affective disorders (Kanten, 2018: 731) . Therefore, it can be inferred that due to the sales employees' characteristics play a vital role on sales companies' success, personality traits and its consequences should be explored. Accordingly, this study aims to examine one of the unfavourable personality trait which is called as impulsivity and its negative consequences in sales companies. From scope of the consequences of impulsivity; sabotage behavior, affective disorders and organizational based self-esteem are investigated. However, there is no research in the existing literature yet examining the relationships among impulsivity, affective disorder, sabotage behavior and organizational based self-esteem together. Consequently, this study aims to determine some of the causes of impulsivity, so it attempts to add contribution to the literature.
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THEORETICAL FRAMEWORK AND HYPOTHESES DEVELOPMENT
As a personality trait, it seen various definitions has been tried to identify impulsivity which are conflicting with each other. For example, impulsivity characterized as quickly response, risk taking, non-planning and lack of impulse control (Zadravec et al., 2005: 40) . In addition, one of the well accepted definition of impulsivity defined "as a tendency toward rapidness and have willingness unplanned actions in response to external and internal stimuli regardless of the negative consequences" (Garofalo et al., 2018: 187) . Due to the unfavourable outcomes and hardness of controlling impulses, impulsivity recognized a crucial component of individual's everyday life such as decisionmaking process and neuropsychiatric circumstances (Kanten, 2018: 733) . However, it is suggested that impulsivity related to the several forms of psychopathological symptoms and maladaptive behaviors such as deviance, anti-social and sabotage (Komarovskaya et al., 2007 (Komarovskaya et al., : 1499 . Sabotage refers to the inefficacy in the organization operations based on the employees' misbehaviors in the workplace (Ling et al., 2014: 215) . Sabatoge behaviors is defined as to "damage, disrupt and collapse the organizations actions deliberately for the personal goals". However, these behaviors lead to unfavourable image, delaying in production and services, damaging properties and breakdown relationships in the extent of the organization (Ambrose et al., 2002: 948) . In scope of the sabotage behaviors, it is seen that employees have a tendency to make retaliatory actions, slowdown of services, playing pranks, and expressing aggression towards to the customers in the organizations (Le and Ok, 2014: 176) . These behaviors should be eliminated or minimized because they may affect the organizational survival and efficiency in the long term. Due to sabotage behaviors importance on service industry, it is seen researchers concerned about the antecedents such as demographic factors, relationships between employees with their colleagues and supervisors and organizational conditions (Suet et al., 2012: 1) . In addition, from the individual perspective, it is suggested that risk taking attitudes, career orientation and personality traits considered as the significant precursors of the sabotage behaviors (Harris and Ogbonna, 2002: 179) . For example, Giacalone and Knouse (1990) asserted that machiavellian and hostility personality lead employees to exihibit sabotage behaviors. Thomson (2017) indicated a significant relationship between neuroticism and sabotage. However, Vaerøy et al (2016) and Piko and Pinczés (2014) emphasized that impulsivity trait highly correlated with aggressive behaviors which is considered as scope of the sabotage. Komarovskaya et al. (2007) and Maneiro et al. (2017) studies asserted that impulsivity trait has a significant impact on the individual's anti-social behaviors.
Besides, within the scope of the individual components; researchers Chi et al. (2015) and Chi and Grandley (2019) emphasized that positive or negative moods related with the sabotage behaviors. Le and Ok (2014) indicated that emotional dissonance as one of the major sources of the sabotage behaviors. On the other hand, from the organizational perspective, based on the perception of powerlessness, frustration, facilitation of work, boredom and injustice, it is expected that employees have a tendency to exhibit sabotage behaviors (Ambrose et al., 2002: 948) . In other words, considering the employees perceive incivility, conflict and poor relationships in the organization, they may demonstrate sabotage behaviors in the service delivery process (Kanten et al., 2015: 515) . Therefore, it is possible to express that due to the employees negative perception related to their organizations, their organization based self-esteem levels may decrease and may have more disposition to exhibit maladaptive behaviors such as aggression, deviance or sabotage. In this context, it can be inferred that in the individualistic perspective, some unfavourable personality traits, mood and affective disorders; and as part of organizational conditions, organizational based self-esteem may lead individuals to exhibit sabotage behaviors, so the following hypotheses are proposed:
H1: Impulsivity influences sales employees' sabotage behavior levels positively.
H2: Affective disorders influences sales employees' sabotage behavior levels positively.
H3: Organizational based self-esteem influences sales employees' sabotage behavior levels negatively.
Organizational based self-esteem refers to the degree to which an individual perceive himself or herself to be capable, valuable and significant as a member of the organization. In literature, it is suggested that organizational based self-esteem has a crucial predictor of the individual's positive and negative behaviors in the working area (Abas, et al., 2015: 100) . Due to it's importance on some job attitudes, performance and wellbeing, researchers indicated the determinative factors of organizational based self-esteem. Accordingly, it is seen several predictors of this concept under the personality and working conditions. As scope of the personality, general self-esteem, general self-efficacy and emotional stability have regarded some of the antecedents of the individual's organizational based self-esteem levels (Bowling et al., 2010: 603) . In other words, since the individuals have positive characteristics, they will believe valued and respected in their organizations so it is expected that their organizational based self-esteem levels increase. On the other hand, in case of the individuals possess unfavourable traits such as hostility and impulsivity, it is anticipated that their organizational based self-esteem levels were affected negatively, so the following hypothesis is proposed.
H4: Impulsivity influences employees' organizational based self-esteem levels negatively.
However, it is asserted that impulsivity considered as the antecedents of some psychiatric health problems such as attentiondeficit/hyperactivity, borderline personality, depression, obsessive-compulsive disorder, substance abuse and affective disorders (Stanford et al., 2009: 385) . Affective disorders or mood disorders are characterized as penetrant dysregulation of affectives and psychmotor activities which is correlated with biological and cognitive components (Akıskal, 2004: 1) . Affective disorders differiantated from the moods, affectives or emotions based on some characteristics. For example, affective disorders are usually more intense and take long time than normal mood (DBSA, 2017: 1). However, mood or affective disorders are lead to loss of quality of life and dsyfunctionality in the life of individual, so due to its mental and somatic effects which causes should be explored and eliminated (Jacobi et al., 2005: 3) . In the literature, it is suggested that affective disorders are related with family history and some risk factors such as cognitive style, self-esteem, interpersonal relations and personality factors (Duffy, 2000: 340) . Krueger et al., (2003) ; Klein et al., (2011) suggested that personality is one of the significant precursors of the affective disorders. Thus, it is possible to express that some unfavorable personality traits may lead to affective disorders, so the following hypothesis is proposed:
H5: Impulsivity influences sales employees' affective disorder levels negatively. In addition, it is also supposed that one of the dispositional characteristic and organizational condition considered as a mediator variable. It is expected that affective disorders and organizational based self-esteem have a mediating effect between the relationship impulsivity and sabotage behaviors, as a result the following hypotheses are proposed:
H6: Affective disorders has a mediating role on the relationship between impulsivity and sabotage behaviors.
H7: Organization-based self-esteem has a mediating role on the relationship between impulsivity and sabotage behaviors. 
RESEARCH METHODOLOGY

Sample and Procedures
The present sample of the research was composed of two shopping center sales employees which are located in Çanakkale province. The participants constituted of 198 employees who have been working in these shopping center stores determined by a convenient sampling method. Out of 250 questionnaires that have been sent out, 205 have been returned, representing a response rate of 82%. After the elimination of the cases that have incomplete data and outliers, 198 questionnaires (79%) have been accepted as valid and included in the evaluations. However, questionnaire survey method is used for data collection in this study. The questionnaire form contains four different measures related to research variables. Out of the 198 respondents, 55% were male and 45% were female; 39% were between 18 and 25 years, 37% were between 26 and 33 years, 24% were older than 34 years; 33% of the total respondents had a high school degree, 29% of them had a vocational school degree, whereas 38% had a bachelor's degree. From the working position perspective, most of (74%) the employees were working as a sales representative and 26% of them working as a sales manager. In addition, majority of participants (74%) had been working between 1 and 3 years, 18% of them had been working between 4 and 7 years and 8% of them had been working more than 8 years in the retailing industry.
Measures
The measures used in the questionnaire forms have been adapted from the previous studies in the literature. Affective disorder scale have been adapted to Turkish, other scales were taken from the Turkish literature and a pilot study has been conducted for the validity of these measures. As a result of the pilot study, some corrections were made in the questionnaire forms. A Likert-type metric, that is, expressions with five intervals has been used for answers to the statements of survey. Anchored such; "1-strongly disagree, 2-disagree, 3-agree or not agree, 4-agree, 5-strongly agree". Moreover, 5 demographic questions were included in the questionnaire form. Firstly, all scales were subjected to the exploratory factor analyses to check the dimensions, and then confirmatory factor analyses were applied to all scales.
 Impulsivity Scale: Impulsivity scale was taken from Kanten (2018) study. Exploratory factor analyses using principle component analysis with varimax rotation was applied to the adapted scale to check the dimensions. As a result of the impulsivity scale variables, 6 items were removed from the analysis due to the factor loading under 0.50 and four factor solutions (negative urgency, sensation-seeking, lack of premeditation, and lack of perseverance) were obtained in accordance with the theoretical structure. Some examples of the items asked to the employees are as follows: "When I am upset I often act without thinking"; "I have trouble controlling my impulses".  Sabotage Behavior Scale: Individuals' sabotage behavior levels were measured with 10 items which was developed by Harris and Ogbonna (2006) . As a result of the exploratory factor analyses, 3 items were removed from the analysis due to the factor loading under 0.50 and one factor solution were obtained in accordance with the theoretical structure. Some examples of the items asked to the employees are as follows: "In this organizations, employees mess things up deliberately"; "In this organization, employees slow down service when they want to".  Affective Disorder Scale: Individuals' affective disorder levels were measured with 10 items of "Emotional Regulation Questionnaire" which was developed by Gross and John (2003) . As a result of the exploratory factor analyses, 3 items were removed from the analysis due to the factor loading under 0.50 and one factor solution were obtained in accordance with the theoretical structure. Some examples of the items asked to the employees are as follows: "When I am feeling negative emotions, I make sure not to express them; "When I'm faced with a stressful situation, I make myself think about it in a way that helps me stay calm".  Organizational Based Self-Esteem Scale: Individuals' organizational based self-esteem scale levels were measured with 10 items which were taken from Fan (2008) study. As a result of the exploratory factor analysis of the data related to the organization-based self-esteem variables, 1 item removed from the analysis due to the factor loading under 0.50 and one factor solution obtained in accordance with the theoretical structure. Some examples of the items are as follows: "I am a valuable part of this place"; "I am trusted around here". 
Data Analysis
SPSS for Windows 22 and SmartPLS v3 were used to analyze the obtained data. SPSS 22 version used for the descriptive statistics and reliability analysis and assessing the demographic profile of the sample. Smart PLS v3 used for testing the hypotheses by employing partial least squares-structural equation modeling method. Therefore, partial least squares (PLS) based SEM was used in this study. PLS is considered as a well known method for estimating path coefficients in structural models and also it is seen prominent in management literature in the last decade due to its capable under the non-normality conditions and small samples (Ali and Kim, 2015: 302) . While conducting analysis, Smart PLS program was used by applying bootstrapping technique (5000 resample) to determine the significance levels of the proposed hypotheses and also Anderson and Gerbing (1988) two-step approach has been used. According to this approach, first the measurement model needs to be tested by performing validity and reliability for the each measure. After obtaining acceptable values, it can be proceed with the structural model.
RESEARCH FINDINGS
Measurement Model
In scope of the measurement model, convergent validity and discriminant validity were tested. Within the convergent validity, factor loadings, composite reliability (CR), and average variance extracted values were computed. Table 1 shows that factor loadings exceeded the recommended value of 0.6 and composite reliability values greater than the recommended value of 0.7 and also average variance extracted is exceeded the recommended value of 0.5 (Hair et al., 2006) . The next step as part of the measurement model was to assess the discriminant validity. Discriminant validity provided when the square root of the AVE (diagonal values) of each construct is larger than its corresponding correlation coefficients (Fornell & Larcker, 1981) . Table 2 shows that each indicator's loadings on its own construct are higher than all cross loadings with other constructs. Thus, it can be said that measurement model showed convergent validity and discriminant validity criteria were provided. 
Structural Model
With using Smart PLS v3 and bootstrapping procedure by 5000 iterations structural model and hypotheses were tested. In this step, for the explanation power the standardized R 2 and for assessing the model fit standardised root mean square residual (SRMR) were computed. In this model SRMR value was observed 0.074 which is under the recommended value of 0.08, shows that model has an acceptable. Standardized R 2 refers to the explonatory level of independent variable on dependent variable. Therefore, the independent variable (impulsivity) and the mediator variables (affective disorder and organizational based self-esteem) explain 22% of the employees sabotage behaviors. In addition, impulsivity explains both 26% of the affective disorder level of employees and 16% of their organizational based selfesteem levels. Figure 2 shows the results of the structural model analysis After giving structural model, the direct and indirect effects of structural model and hypotheses testing are presented in Table 3 . According to table 3, it is possible to express that the path parameter and significance levels show that impulsivity has a positive and significant effect on affective disorder level of employees (β =0.516; t-value=10.243) and also impulsivity has a positive and significant effect on sabotage behavior level of employees (β =0.179; t-value=2.048), so H5 and H1 hypotheses were supported. However, research results indicate that impulsivity has a negative and significant effect on organization based self-esteem level of employees (β =-0.405; t-value=6.304) and H4 hypothesis was supported. In addition, it is seen that organization based self-esteem (β =-0.341; t-value=4.260) has a negative and significant effect on sabotage behavior levels of employees so H3 hypothesis was supported. Besides, affective disorder has no significant effect on employees' sabotage behavior levels and H2 hypothesis was not supported. In this study, it is tested the mediating effect of affective disorder and organizational based self-esteem on the relationship between impulsivity and sabotage behavior. As to examine the mediating effects, Preacher and Hayes (2008) , a bootstrap procedure was used to test the indirect effects of impulsivity on sabotage behavior via affective disorders and organizational based self-esteem. For model 1, the regression coefficients of the mediator effect of affective disorders in the relationships between impulsivity and sabotage behaviors (β =0.033 p>0.05) and the bootstrap confidence interval [-.054; .138] contain zero, thus it does not corresponds to the criterion of significance of the mediator effect of affective disorders between impulsivity and sabotage behavior, so H6 hypothesis was not supported. For model 2, the regression coefficients of the mediator effect of organization based self-esteem in the relationships between impulsivity and sabotage behaviors (β =0.138 p<0.001), and the bootstrap confidence interval [.065;
.212] does not contain zero. Thus it corresponds to the criterion of significance of the mediator effect of organization based self-esteem between impulsivity and sabotage behavior, so H7 hypothesis was supported. In order to estimate the size of the indirect effects of mediators, VAF % (Variance Accounted For) was calculated. For model 2, the VAF value is 26.8% indicating that 26.8 % of the total effect of impulsivity on sabotage behavior is explained by indirect effect (organizational based self-esteem), so it is possible to express that, there is partially mediating effect.
CONCLUSION
Impulsivity considered as an undesirable personality construct in social and work life due to it leads to unplanned and spontenous attitudes. It is suggested that impulsivity traits cause to some maladaptive behaviors such as anti-social, deviance, sabotage and also bring about critical health problems like personality disorders, substance use disorders, attention deficit and affective disorders. Specifially, based on the intense customer-employee interaction, personality traits have precedence over in the sales organizations, as to eliminating unfavourable attitudes. In other words, it is needed to employ favourable employees and make an effort to gain organizational survival by reducing deviance and sabotage behaviors. Sabotage behaviors are considered as negative attitudes which are directed to the customers and have significant effect on service delivery process adversely. These behaviors demonstrated by the employees due to their dispositional characteristics, their emotions or moods and organizational conditions. Therefore, it can be inferred that sabotage behaviors based on the personality traits, affective states and employees perceptions of their organizations. Accordingly, in scope of this study, both some individual and organizational 5th Global Business Research Congress (GBRC -2019), Vol.9-p.36-42 Kanten, Arda __________________________________ ____________________________________________________________ DOI: 10.17261/Pressacademia.2019 .1061 41 PressAcademia Procedia antecedents of sabotage behaviors were evaluated. That is to say, from the individual perspective impulsivity trait and affective disorders and in terms of organizational precursors organizational based self-esteem were examined.
As a result of the research findings, it has been revealed that impulsivity traits has a positive and significant effect on sales employees' sabotage behaviors. This result shows that employees who have some characteristics such as risk taking, unplanning and non-thinking may easily exhibit retalitary actions, aggresive attitudes and slowdown service process towards to the customers. In addition, it is found that impulsivity lead to sales employees to have some affective disorders. Because impulsivity represent a personality traits which include have no controlling impulse so it is expected that these individual's lability of mood. Besides, it is found that impulsivity has a significant and negative effect on sales employees' organization based self-esteem levels. According to this result, it can be inferred that due to the impulsive individuals possess negative emotions and insights, they may believed that their organization not valued and respected to themselves. Moreover, it is seen that organization based self-esteem effects sales employees sabotage behaviors negatively. Thus, incase of the employees have a proud as belonging to member of the organization and perceived that they are significant and competent, it is expected that these employees abstain from exhibiting sabotage behaviors. Besides, it was found that, organizational based self-esteem had a partially mediator role on the relationship between impulsivity and sabotage behaviors. It can be inferred that, while sales employees have impulsivity traits, it is expected that their sabotage behaviors may decrease incase of they have organizational based self-esteem. That is, impulsive employees may demonstrate some negative behaviors towards to customers, but if they believed that they are valuable and important, have a tendency to behave in a more positive manner.
Consequently, it is possible to express that sabotage behaviors based on the individual and organizational conditions. In the literature, there are some studies related to the individual and organizational antecedents of the sabotage behaviors, but there is no study which focus on impulsivity, affective disorders, organizational based self-esteem and sabotage behaviors together in the retailing or service industry. Due to these industries characteristic, employees need to have favoruable traits, positive emotions and moods and required to exhibit positive behaviors. However, based on the results, it can be supposed to hire and employ individuals who have positive features which faciliate to decrease of the adverse attitudes of employees in the service organizations. In addition, it is needed to determine individuals whether some psyhological disorders or not. Incase of the employees have affective or psyshological disorders, they may have directed for treatment so it can be diminished negative behaviors noticeably. On the other hand, incase of the organization consider their employees valuable and important, it is expected they have withdrawal to behave negatively. For future studies, it is recommended that the research model can be tested different samples of service sectors such as health, tourism and transportation wihch shows the sabotage behavior greater importance. Moreover, from the individualistic perspective personality disorders, dark traits, self-efficiacy and positive psychological capital can be investigated. As a mediator organizational attachment or job embeddedness may be taken.
